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ABSTRACT 
 
Job Stress can affect employees’ job performance. This study was conducted to assess the 
impact of job stress factors on employees’ job performance at Lembaga Zakat Negeri Kedah 
(LZNK). This study involved 113 employees at LZNK. Job stress factors and job performance 
were measured using standard questionnaires adapted from previous studies. The data was 
collected via self-administrative questionnaire and analysed by using Statistical Package for 
the Social Science (SPSS) version 22. The Role theory was used to explain the possible 
relationship between the variables to support research framework. The result of the findings 
showed that role ambiguity, role conflict, work overload and time pressure have a significant 
relationship on employees’ job performance. Based on Correlation analysis result showed that 
role conflict, word overload and time pressure have a positive correlation while there was a 
negative correlation for role ambiguity on employee’s job performance. Strong relationship 
occurred between time pressure and job performance while moderate relationship happened 
between two variables which are role conflict and work overload with job performance. This 
study showed that employee’s job performance has relationship with role ambiguity, role 
conflict, work overload and time pressure. Time pressure is the most influence factors of job 
stress on employee’s job performance. Therefore, for improvement of job performance in 
workers, different parameters of these four dimensions of job stress should be considered.  
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ABSTRAK 
 
Tekanan kerja boleh memberi kesan kepada prestasi kerja pekerja. Kajian ini telah dijalankan 
untuk menilai pengaruh faktor-faktor tekanan kerja terhadap prestasi kerja di kalangan 
pekerja Lembaga Zakat Negeri Kedah (LZNK). Kajian ini melibatkan 113 orang pekerja. 
Tekanan kerja dan prestasi kerja diukur dengan mengunakan soal selidik yang disediakan oleh 
penyelidik yang diambil daripada kajian sebelum ini. Data yang diperolehi dengan 
menggunakan perisian Pakej Statistik untuk Sains Sosial (SPSS) versi 22. Teori Peranan 
digunakan untuk menerangkan kemungkinan hubungan antara pembolehubah untuk 
menyokong kerangka penyelidikan.Didalam kajian ini, keputusan kajian menunjukkan 
kekaburan peranan, kekeliruan peranan tugas, tugasan berlebihan dan tekanan masa 
mempunyai hubungan signifikan terhadap prestasi kerja pekerja. Berdasarkan analisis 
korelasi menunjukkan bahawa kekeliruan peranan tugas, tugasan yang berlebihan dan 
tekanan masa mempunyai korelasi positif manakala terdapat korelasi negative bagi kekaburan 
peranan terhadap prestasi kerja. Terdapat hubungan yang kuat diantara tekanan masa dan 
prestasi kerja manakala terdapat hubungan yang sederhana antara dua pembolehubah iaitu 
kekeliruan peranan tugas dan tugasan yang berlebihan dengan prestasi kerja. Kajian ini 
menunjukkan bahawa prestasi kerja mempunyai hubungan dengan kekaburan peranan, 
kekeliruan peranan tugas, tugasan berlebihan dan tekanan masa. Tekanan masa merupakan 
faktor yang paling mempengaruhi prestasi kerja pekerja. Oleh itu, bagi meningkatkan prestasi 
kerja di kalangan pekerja, parameter yang berbeza untuk ketiga-tiga dimensi tekanan kerja itu 
perlu dipertimbangkan.  
 
Kata Kunci: Prestasi Kerja; Kekaburan Peranan; Kekeliruan Peranan Tugas; Tugasan 
Berlebihan; Tekanan Masa.  
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CHAPTER 1 
 
INTRODUCTION 
 
1.0  Chapter Introduction 
This study was conducted to examine the impact of job stress factors on employee’s job 
performance. The purpose of this study was to indicate why the problem and why it 
should be addressed. This chapter explains background of study, problem statement, 
research questions, research objectives, scope of research, significant of research and 
definition of key terms. 
 
1.1  Background of study  
Nowadays, in the era of rapid changing working environment, job performance is one of 
the crucial thing that measure the organization’s outcome and reputation. Employees need 
to improve their knowledge and skills consistently to become knowledgeable worker and 
remain competitive. Employee would perform better in their tasks throughout their 
improvement of competency which make them moving forward to achieve organizations 
strategic and goals (Jalagat, 2017). 
 
According to the statistics revealed from the Department of Statistics Malaysia portal, 
business performance in the fourth quarter of 2014 was inconsistent as shown by the 
confidence indicator of 4.60 per cent rather than 8.80 per cent from the third quarter in 
2014. Confidence indicator is an indicator that shows the result in a short-term business 
situation in many sectors in Malaysia. The statistics of business performance by sector 
The contents of 
the thesis is for 
internal user 
only 
71 
 
REFERENCES 
Ali, W. U., Raheem, A. R., Nawaz, A., & Imamuddin, K. (2014). Impact of stress on job 
performance: An empirical study of the employees of private sector universities of 
Karachi, Pakistan. Research Journal of Management Sciences, 3(7), 14–17.  
Alipour, F., & Kamaee Monfared, M. (2015). Examining the relationship between job 
stress and organizational commitment among nurses of hospitals. Patient Saf Qual 
Improv, 3(4), 277–280. 
Alkubaisi, M. M. (2015). How can stress affect your work performance? Quantitative 
field study on Qatari Banking Sector. Business and Management Research, 4(1),  
99-109.  
Altangerel, O., Ruimei, W., Elahi, E., & Dash, B. (2015). Investigating the effect of job 
stress on performance of employees. International Journal of Scientific & 
Technology Research, 4(2), 276–280.  
Anamika (2016), Stress and job satisfaction level among government and private sector 
bank employees: A study on urban area in Patna India, International Journal of 
Indian Psychology, 4 (1), 120-127.  
Ashfaq, S., Mahmood, Z., & Ahmad, M. (2013). Impact of work-life conflict and work 
over load on employee performance in banking sector of Pakistan. Middle-East 
Journal of Scientific Research, 14(5), 688–695.  
Aziri, B., Bemana, S., Moradi, H., Ghasemi, M., Taghavi, S. M., Ghayoor, A. H. (2011). 
Work related stress, burnout, job satisfaction and general health of nurses. World 
Applied Sciences Journal, 2(2),88-95. 
Azizollah, A. Zaman, A., Khaled, O., & Razieh, J. (2013). The relationship between job 
stress and performance among the hospitals nurses. Journal World of Science, 13(2), 
181–188.  
72 
 
Badar, M. R. (2011). Factors causing stress and impact on job performance: A case study   
of banks of Bahawalpur, Pakistan. European Journal of Business and Management., 
3(12), 9-17. 
Bamba, M. (2016). Stress management and job performance in the industries sector of 
Mali. Journal of Service Science and Management, 9(3), 189–194. 
Bhatti, A. W., Hee, C. H., & Sundram, P. V. (2013). A Guide for Beginners: Data 
Analysis Using SPSS and Amos. Kuala Lumpur: Pearson Malaysia Sdn Bhd. 
Cacioppo, J. T., & Gardner, W. L. (1999). Emotion. Annual Reviews Psychology,50,191-
214.  
Carvalho, F. (2014). Olfactory objects. Disputatio, 6(38), 45–66.  
Çekmecelioglu, H. G., & Günsel, A. (2011). Promoting creativity among employees of 
mature industries: The effects of autonomy and role stress on creative behaviors and 
job performance. Procedia - Social and Behavioral Sciences, 24(11), 889–895.  
Chen XJ, Tan XR, & Li, LP. (2013). Health problem and occupational stress among 
Chinese doctors. Chinese Medicine, 4(3), 1–6.  
Cleveland, S., & Ellis, T. J. (2015). The impact of role conflict, role ambiguity, and locus 
of control on organizational knowledge sharing practices. Proceedings of the 48th 
Hawaii International Conference on System Sciences (HICSS), 3801-3810. 
Coakes, S. J., & Steed, L. G. (2007). SPSS: Analysis without anguish: Version 14.0 for 
Windows. Milton, Qld: John Wiley & Sons.  
Conte, A., Scarsini, M., and Sürücü, O. (2015). Does time pressure impair performance? 
An Experiment on Queueing Behaviour. Judgment and Decision Making 11(3), 
260–274.  
Creswell, W. J. (2009). Research design: Qualitative, quantitative, and mixed methods 
approaches. London:SAGE. 
73 
 
Dar, L., Akmal, A., Naseem, A. M., & Khan, K. U. (2011). Impact of stress on employees 
job performance in business sector of Pakistan. Global Journal of Management and 
Business Research, 11(6), 1–5. 
Deshpande, R. C. (2012). A healthy way to handle work place stress through yoga, 
meditation and soothing humor. International Journal of Environmental Sciences, 
2(4), 2143–2154.  
Fay, D., & Sonnentag, S. (2000). Stressors and personal initiative: A Longitudinal Study 
on Organizational Behavior. (Manuscript submitted for publication). 
Gardner, D. G. and Cummings, L. L. (1998). Activation theory and job design: Review 
and reconceptualization. Research in Organizational Behavior, 10(1), 81–122. 
Gharib, M. N., Jamil, S. A., Ahmad, M., & Ghouse, S. M. (2016). The impact of job stress 
on job performance : A case study on academic staff at dhofar university. 
International Journal of Economic Research, 13(1), 21-23. 
Gibson, J. L., Ivancevich, J. M., Donnelly, J. H., & Konopaske, R. (2000). Organizations: 
structure, processes, behavior (13th ed.). New York: McGraw-Hill. 
Gliner, A. J., Morgan, A. G., & Leech, L. N. (2009). Research methods in applied 
settings: An integrated approach to design and analysis. New York: Taylor & 
Francis Group, LLC. 
Gul, A., Akhbar, S., & Jan, Z. (2012). Role of capacity development, employee 
empowerment and promotion on employee retention in the banking sector of 
Pakistan. International Journal of Academic Research in Business and Social 
Sciences, 2(9), 284–300. 
Hair, Joseph F., Barry Babin, Arthur H. Money, and Phillip Samouel (2003). Essentials 
of business research methods. New York: John Wiley&Sons.  
 
74 
 
Heinstrom, J. (2003). Five personality dimensions and their influence on information 
behaviour. Information Research, 9(1), 1-9.  
Hettiararchchi, HAH & Jayarathna, SMDY. (2014). The effect of employee work related  
attitudes on employee job performance: A study of tertiary and vocational education 
sector in Sri Lanka. Journal of Business and Management, 16(4), 74–83.  
Holstrom, T. (2015). The effect of time pressure on professional skepticism levels 
exhibited by student auditors. Paper submitted from Department of Accounting 
Texas Christian University Fort Worth, Texas. 
Ibtisam, M. A., Gichinga, L., & Anwar H. A. (2015). Effects of workplace stress on 
employee performance in the county governments in Kenya: A case study of Kilifi 
County government. International Journal of Scientific and Research Publications, 
5(10), 1-8.  
Idris, M. K. (2011). Over time effects of role stress on psychological strain among 
malaysian public university academics. International Journal of Business and Social 
Science, 2(9), 154–161.  
Ismail, A., Suh-suh, Y., & Dollah, N. F. (2009). Relationship between occupational stress, 
emotional intelligence and job performance: An empirical study in Malaysia. 
Theoretical and Applied Economics, 10(10), 3–16. 
Jackson, S. E., & Schuler, R. S. (1985). A meta-analysis and conceptual critique of 
research on role ambiguity and role conflict in work settings. Organizational 
Behavior and Human Decision Processes, 36(1), 16–78. 
Jalagat, R. (2017). Determinants of job stress and its relationship on employee job 
performance. American Journal of Management Science and Engineering, 2(1), 1-
10. 
 
75 
 
Jehangir, M., Kareem, N., Khan A., Jan, M. T., & Soherwardi, S. (2011). Effects of job 
stress on job performance & job satisfaction. Interdisciplinary Journal of 
Contemporary Research in Business, 3(7), 453–466. 
June, S., & Mahmood, R. (2011). The relationship between role ambiguity, competency 
and person-job fit with the job performance of employees in the service sector SMEs 
in Malaysia. Business Management Dynamics, 1(2), 79–98.  
Kahn, R.L., D.M. Wolfre, R. P. Quinn, J. D. Snoek and R. A. Rosenthal, (1964). 
Occupational stress: Studies in role conflict and ambiguity (2nd ed.). Wiley, New 
York, USA. 
Karimi, R.,  Z. B. Omar, F. Alipour and Z. Karimi (2014) The influence of role overload, 
role conflict and role ambiguity on occupational stress among nurses in selected 
Iranian Hospitals, International Journal of Asian Social Science, 4(1), 34-40. 
Kayaalp, A. (2016). The impact of “temporal personality” on individuals’ organizational 
citizenship behaviors. Journal of Military and Information Science, 4(2), 79-86. 
Keegan, S. (2009), “Emergent inquiry”, Qualitative Market Research: An International 
Journal,12(2), 234-248. 
Kelloway, E. K., & Barling, J. (1990). Item content versus item wording: Disentangling 
role conflict and role ambiguity. Journal of Applied Psychology, 75(6), 738–742.  
Keshavarz, M., & Mohammadi, R. (2011). Occupational stress and organizational 
performance, case study: Iran. Procedia  Social and Behavioral Sciences, 30(1), 
390–394.  
Khan, K., & Imtiaz, A. (2014). Occupational Stressors and employee performance in 
service sector of Lahore , Pakistan. Journal of Research (Humanities),14(1), 115–
141. 
 
76 
 
Khuong, M. N., & Yen, V. H. (2016). Investigate the effects of job stress on employee 
job performance: A case study at dong xuyen industrial zone, Vietnam. International 
Journal of Trade, Economics and Finance, 7(2), 31–37.  
Kim HJ, (2013) "Work stress and job satisfaction of community mental health nursesin 
South Korea: A Qualitative Content Analysis", Journal of  Korean Academy of  
Psychiatric  and Mental  Health Nursing 22(4), 295-306.  
Krejcie, R. V, & Morgan, D. W. (1970). Determining sample size for research activities 
robert. Educational and Psychological Measurement, 30(3), 607–610.  
Lee (2013). Take stress in the workplace seriously. Borneo Post Retrieved from   
http://Www.Theborneopost.Com/2013/11/25/Lee-Take-Stress-In-The-Workplace-
Seriously/#Ixzz31csapafv 
Ling, S., & Bhatti, M. (2014). Work stress and job performance in Malaysia academic 
sector: Role of social support as moderator. British Journal of Economics, 
Management & Trade, 4(12), 1986–1998.  
Long (2011). The weakness of zakat distribution turns poor Muslims to the church. 
Retrieved from MyKMU. NET http://www.mykmu.net/2011/08/kelemahan-
pengagihan-zakat-punca-fakir-miskin-muslim-bergantung-kepada-gereja/ 
Lutfi Al-Khasawneh, A., Lutfi Al-khasawneh, A., & Moh, S. (2013). The relationship 
between Job stress and nurses performance in the Jordanian hospitals: A case study 
in king abdullah the founder hospital. Asian Journal of Business Management, 5(2), 
267–275.  
Luthans, F. (2012). Organizational behavior. 12th Edn, McGraw-Hill, New York,USA. 
Macnee, C. L., & McCabe, S. (2008). Understanding nursing research: Reading and 
using research in evidence-based practice (2nd ed.). Philadelphia: Lippincott 
Williams & Wilkins. 
77 
 
Malaysiadigest. (2016). Recent survey reveals M'sians And S’poreans have the 
unhappiest employees, what is the real problem? Retrieved from 
Malaysiandigest.com: http://www.malaysiandigest.com/opinion/636158.htm 
Malik, S. A. (2015). Time Pressure and challenge appraisal as predictors of job 
satisfaction: Empirical evidence from Pakistani Universities. SAGE Open, 5(2). 
Manzoor, A., Awan, H., & Mariam, S. (2012). Investigating the impact of work stress on 
job performance: A study on textile sector of Faisalabad. Asian Journal of Business 
and Management Sciences, 11(6), 61–68. 
Masihabadi, A., Rajaei, A., Koloukh, A. S., & Parsian, H. (2015). Effect of stress on 
auditors’ organizational commitment, job satisfaction, and job performance. 
International Journal of Organizational Leaderhip, 4(3), 303–314.  
Mathis, R. L., & Jackson, J. H. (1999). Human resource management: Essential 
perspectives. Cincinnati, Ohio: South-Western College Pub. 
McGinty, R.H. (2010). “Stress in the workplace,” The easy way to beat stress and be 
happy. Retrieved from http://www.digitalaudiobooks.co.uk/self-helpgeneral/stress-
in-the-workplace-the-easy-way-to-beatstress-and-be-happy-unabridged-
audiobook_bk_summ_000003uk.aspx 
Milliman, J. F, Fergusan, J. M Czaplewski, A. J (2008), "Breaking the cycle:" Marketing 
Management, 17 (2), 14-17. 
Mukarram, A., Akhbar, S., Jan, Z., & Gul, A. (2012). Work life conflict impact on female 
’ s job performance . A study of primary level female school teachers in Pakistan. 
European Journal of Business and Management, 4(20), 74–84. 
Munisamy, S. (2013). Identifying factors that influences job performance amongst 
employees in oil palm plantation (Unpublished Master's Dissertation). Open 
Universiti Malaysia. 
78 
 
Musyoka, M., Ogutu, M., & Awino, Z. B. (2012). Employee stress and performance of 
companies listed in the Nairobi securities exchange. Prime Journal of Business 
Administration and Management (BAM), 3(1), 115–129. 
Njagi, L. K., & Malel, J. (2012). Time management and job performance in selected 
parastatals in Kenya. Australian Journal of Business and Management Research, 
2(5), 19–29. 
Okano, M. T., Vendrametto, O., & Sontos, O.S. (2014). How to improve dairy production 
in Brazil through indicators for the economic development of milk chain. Modern 
Economy, 5(6), 663–669.  
Onwuegbuzie, A. J. (1995). The effect of time constraints and statistics test anxiety on 
test performance in a statistics course. Journal of Experimental Psychology, 63(2), 
115-124. 
Oosterbaan, R. J., & Nijland, H. J. (1994). Determining the saturated hydraulic 
conductivity. International Institute for Land Reclamation and Improvement (ILRI) 
Publication 16, Wageningen, The Netherlands, 435–456. 
Orfus, S. (2008). The effect test anxiety and time pressure on performance. The Huron 
University College Journal of Learning and Motivation, 46(1), 118–133.  
Pallant, J. (2005). SPSS survival manual: A step by step guide to data analysis using 
IBM SPSS. Maidenhead, Berkshire: McGraw Hill. 
Pallant, J. (2013). SPSS survival manual: A step by step guide to data analysis using 
IBM SPSS. Maidenhead, Berkshire: McGraw Hill. 
Quzah, M. I. (2016). Assessing the impact of work stress on the performance of the 
Palestinian transportation ministry's staff in West bank (Master's Dissertation). An-
Najah National University, Nablus-Palestine. Retrieved from 
http://repository.najah.edu/bitstreamhandle/20.500.11888/10345/Mahran%20I.%Q
79 
 
uzah.pdf?sequence=1&isAllowed=y 
Rana, R. M. (2014). A comparative study of job stress of government and private   
employees. International Journal of Research in Humanities and Social 
Sciences,2(2), 51–53. 
Rick, J., Hillage, J., Honey, S., & Perryman, S. (1997). Stress: Big Issue, but what are the 
problems? Brighton: Institute for Employment Studies, Report, 331. 
Rizzo, J., House, R. J., & Lirtzman, S.I. (1970). Role conflict and ambiguity in complex 
organizations. Administrative Science Quarterly, 15(2), 150–163. 
Rizwan, M., Waseem, A., & Bukhari, S. A. (2014). Antecedents of job stress and its 
impact on job performance and job satisfaction. International Journal of Learning 
& Development, 4(2), 187-203.  
Rod, Michel, Ashill, Nicholas J, & Carruthers, Janet. (2008). The relationship between 
job demand stressors, service recovery performance and job outcomes in a state-
owned enterprise. Journal of Retailing and Consumer Services, 15(1), 22–31.  
Rum, J., Troena, E. A., & Hadiwidjoyo, D., & Surachman (2013). Role conflict toward 
employee performance (studies in government budgeting team at Kendari). 
International Journal of Business and Management Invention, 2(11), 39–51. 
Sai, M. N. (2014). An investigating of factors of work stress influence job performance: 
Moderating social support (Unpublished Master's Dissertation).Universiti Utara 
Malaysia, Kedah, Malaysia. 
Salam, F. (2014). Work overload, work-family conflict, family-work conflict and their 
effects on job embeddedness: The moderating role of coworker support. IOSR 
Journal of Business and Management. 16(1), 2319–7668.  
Salkind, N. J. (2012). Exploring research (8th ed.). Upper Saddle River, New Jersey: 
Pearson Prentice Hall. 
80 
 
Sarafia, T., Othman, A., & Abdul-Wahab, M. N. (2011). The role of leadership practices 
on job stress among malay academic staff : A structural equation modeling analysis. 
International Education Studies, 4(1), 313-315.   
Sarmiento, R., & Beale, J. (2007) "Determinants of performance amongst shop‐floor 
employees: A preliminary investigation", Management Research News, 30 (12), 
915-927. 
Sekaran, U., & Bougie, R. (2010). Research methods for business: A Skill-Building 
Approach (5th  ed.). New Jersey: John Wiley and Sons. 
Sekaran, U., & Bougie, R. (2013). Research Methods for Business (6th ed.). United 
Kingdom: John Wiley & Sons Ltd. 
Semmer N, Zapf D, Dunckel H. (1998). Instrument for stress-related job analysis (ISTA). 
Version 6.0. Bern: Frankfurt, Flensburg. 
Seng, N. L., & Arumugam, T. (2017). Financial reward and motivation toward employee 
job performance in the hospitality industry in Klang Valley. Journal of Business 
Management,2(1), 51–60. 
Setar, S., Buitendach, J., & Kanengoni, H. (2015). The moderating role of psychological 
capital in the relationship between job stress and the outcomes of incivility and job 
involvement amongst call centre employees. South African Journal of Industrial 
Psychology, 41(1), 1183-1196.  
Shah, S. S. A., & Hasnu, S. A. F. (2013). Effect of Job Instability on Job Performance: 
Banking Sector of Pakistan. Stud, 2(1). 
Sharma, J., & Devi, A. (2011). Role stress among employees: An empirical study of 
commercial banks. Gurukul Business Review, 7(4), 53-61. 
 
 
81 
 
Shrivastava, A., & Purang, P. (2009). Employee perceptions of job satisfaction : 
Comparative study on Indian banks. Asian Academy of Management Journal, 14(2), 
65–78. 
Siegrist, J., Montano, D., & Hoven, H. (2014). Final scientific report : Working 
conditions and health inequalities , evidence and policy implications. Report 
produced as part of the ‘DRIVERS for Health Equity’ project. Centre of Health and 
Society, Faculty of Medicine, University of Düsseldorf. Retreived from: 
http://health-gradient.eu. 
Singh, J. (1993). Boundary role ambiguity: Facets, determinants, and impacts. Journal of 
Marketing. 57(2), 11–31. 
Simon, M.K., & Goes, J. (2013). Scope, limitations, and delimitations. (Excerpts from 
Dissertation and Scholarly Research: Recipes for Success). Retrieved from 
http://dissertationrecipes.com/wpcontent/uploads/2011/04/limitationscopedelimitat
ion1.pdf.  
Srikanth, P. B., & Jomon, M. G. (2013). Role ambiguity and role performance 
effectiveness: Moderating the effect of feedback seeking behaviour. Asian Academy 
of Management Journal, 18(2), 105–127. 
Srivastava, A., & Thomson, S. B. (2009). Framework analysis: A Qualitative 
methodology for applied policy research. Journal of Administration and 
Governance, 4(2), 72-79.   
Tahir, S., Yusoff, R., Azam, K., Khan, A. and Kaleem, S. (2012). The effects of work 
overload on the employees’ performance in relation to customer satisfaction: A case 
of water & power development authority, Attock, Pakistan. World Journal of Social 
Sciences, 2(1), 174–181. 
 
82 
 
Tang, Y & Chang, C.H. (2010). Impact of Role ambiguity and role conflict on employee 
creativity. African Journal of Business Management, 4(6), 869–881. 
Tatheer Yawar Ali & Atif Hassan et al. Stress management in private banks of Pakistan. 
Journal of Emerging Trends in Economics and Management Sciences (JETEMS) 
4(3),308-320. 
Tubbs, T. C., & Collins, J. M. (2000). Jackson and Schuler (1985) revisited: A meta-
analysis of the relationships between role ambiguity, role conflict, and job 
performance. Journal of Management, 26(1), 155–169. 
Turner, A. G. (2003). Sampling frames and master slides. (Review the Draft Handbook 
on Designing of Household Sample Survey).Retrieved from 
https://unstats.un.org/unsd/demographic/meetings/egm/sampling_1203/docs/no_3.
pdf 
Usman, A., Ahmed, Z., Ahmed, I., & Akbar, Z. (2011). Work stress experienced by the 
teaching staff of university of the Punjab, Pakistan: Antecedents and consequences. 
International Journal of Business and Social Science, 2(8), 202–210. 
Yozgat, U., Yurtkoru, S., & Bilginoğlu, E. (2013). Job Stress and job performance among 
employees in public sector in Istanbul: Examining the moderating role of emotional 
intelligence. Procedia - Social and Behavioral Sciences, 75(12), 518–524.  
Zafar, Q., Ali, A., Hameed, T., Ilyas, T., & Younas, H. I. (2015). The influence of job 
stress on employees performance in Pakistan. American Journal of Social Science 
Research. Retrieved from http://www.files.aiscience.org/journal/pdf/703300.pdf 
Zhao, X., & Ghiselli, R. (2015). Why do you feel stressed in a “smile factory”? 
Hospitality job characteristics influence work–family conflict and job 
stress.  International Journal of Contemporary Hospitality Management, 28 (2),305-
326.  
83 
 
Appendix A 
 Questionnaire 
 
SCHOOL OF BUSINESS MANAGEMENT 
UNIVERSITI UTARA MALAYSIA 
MASTER OF HUMAN RESOURCE MANAGEMENT 
 
THE IMPACT OF JOB STRESS TOWARDS JOB PERFORMANCE AMONG 
EMPLOYEES IN LEMBAGA ZAKAT NEGERI KEDAH (LZNK). 
KESAN TEKANAN KERJA TERHADAP PERSTASI KERJA DI KALANGAN PEKERJA 
LEMBAGA ZAKAT NEGERI KEDAH (LZNK). 
Dear Valued Respondent, 
Responden yang dihormati, 
 
I am a student from School of Business Management, Universiti Utara Malaysia (UUM). I am 
writing to ask for your kind cooperation to participate in my study pertaining to job stress and job 
performance at Lembaga Zakat Negeri Kedah. The study is part of my partial fulfilment towards 
my Master’s degree in Human Resource Management Programme which I currently enrol. 
Saya pelajar dari Pusat Pengajian Pengurusan Perniagaan, Universiti Utara Malaysia (UUM). 
Saya menulis untuk meminta kerjasama anda untuk mengambil bahagian dalam kajian saya yang 
berkaitan dengan tekanan kerja dan prestasi kerja di Lembaga Zakat Negeri Kedah. Kajian ini 
adalah sebahagian daripada memenuhi ke arah Ijazah Sarjana saya dalam Program Pengurusan 
Sumber Manusia yang saya sedang mendaftar. 
 
You have been chosen to participate in this survey as I believe your insights will significantly 
contribute to the completion of my study. I hope that you will provide the necessary information 
by completing this questionnaire. This questionnaire will be kept STRICTLY 
CONFIDENTIAL and will be used for academic purpose only. Results will be reported only 
in general with no specific individual identified in report. I take this opportunity to thank you in 
advance for your cooperation. 
Anda telah dipilih untuk mengambil bahagian dalam kajian ini kerana saya percaya pandangan 
anda akan menyumbang kepada tamat pengajian saya. Saya berharap bahawa anda akan 
memberikan maklumat yang diperlukan dengan melengkapkan soal selidik ini. Soal selidik ini 
akan DIRAHSIAKAN dan akan digunakan untuk tujuan akademik sahaja. Keputusan akan 
dilaporkan hanya secara umum dengan tiada individu tertentu yang dikenal pasti dalam laporan.  
Saya mengambil kesempatan ini untuk mengucapkan terima kasih kepada anda terlebih dahulu 
untuk kerjasama anda. 
Sincerely,                                                                                         
Yang Benar,                                                                                    
Nur Azra Irdina Binti Azhar                                                      
School of Business Management 
Universiti Utara Malaysia (UUM)    
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SECTION A: DEMOGRAPHIC PROFILE 
Please tick (/) only one suitable and relevant answer for the questions below. 
Sila tandakan (/) bagi jawapan yang sesuai untuk soalan di bawah. 
 
1. Gender/ Jantina: 
   Male/ Lelaki                           Female/perempuan 
2. Age/ Umur: 
          20 years old and below / 20 tahun dan ke bawah 
          21- 30 years old/ 21- 30 tahun                          31- 40 years old / 31- 40 tahun 
          41-50 years old / 41- 50 tahun                          51 years old and above / 51 tahun  
 
3. Years of Tenure/ Tempoh pekerjaan: 
     < 5 years/ < 5 tahun                                        6 - 10 years / 6 – 10 tahun                             
     11-15 years/ 11-15 tahun                                 16-20 years/ 16-20 tahun  
    More than 20 years/ Lebih daripada 20 tahun 
         
4. Total personal income/ Jumlah Pendapatan Peribadi: 
           RM 1001-RM 2000/RM 1001- RM 2000                RM 2001-RM 3000/RM 2001- 
                                                                                             RM 3000 
            RM 3001-RM4000/RM 3001-RM 4000               RM 4001- RM 5000/RM 4001-  
                                                                                          RM5000 
                  RM 5001-RM 6000/RM 5001-RM 6000              RM 6001 and above/ RM 6001  
 
5. Which department are you working in currently/Jabatan manakah anda bertugas 
sekarang? 
Human Resource Management Department /                   Finance Department / 
Jabatan Pentadbiran & Sumber Manusia             Jabatan Kewangan 
               
 Asnaf’s Distribution Department/                                     IT Department/Jabatan IT 
Jabatan Agihan dan Pembangunan Asnaf 
 
 Corporate Zakat Management Department/                     Others/Lain-lain 
Jabatan Pengurusan Zakat Korporat                             
Pengurusan                                                            
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6.  Education level / Taraf pendidikan 
 
                            SPM/ SPM                                              STPM/ STPM 
 
                            CERTIFICATE/ SIJIL                           DIPLOMA/ DIPLOMA 
 
                            BACHELOR’S DEGREE                     MASTER’S DEGREE 
                            /IJAZAH SARJANA MUDA                   /IJAZAH SARJANA 
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SECTION B: THE FACTORS THAT GIVE IMPACT OF JOB STRESS AT LEMBAGA 
ZAKAT NEGERI KEDAH. 
BAHAGIAN B: FAKTOR YANG MEMBERI KESAN TEKANAN KERJA DI LEMBAGA ZAKAT 
NEGERI KEDAH. 
 
 
 
    
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
1 
Strongly 
Disagree 
Sangat 
tidak setuju 
2 
Disagree 
Tidak 
setuju 
3 
Not sure 
Tidak pasti 
4 
Agree 
Setuju 
5 
Strongly 
Agree 
Sangat 
setuju 
ROLE AMBIGUITY: Role ambiguity occurs when people are unclear or uncertain 
about their expectations within a certain role, typically their role in the job or 
workplace. 
KEKABURAN TUGAS: Kekaburan peranan berlaku apabila orang tidak jelas atau 
tidak pasti tentang jangkaan mereka dalam peranan tertentu, biasanya peranan 
mereka dalam pekerjaan atau tempat kerja. 
 
1 I feel secure about how much 
authority I have. 
Saya berasa selamat terhadap kuasa 
yang saya miliki. 
     
2 Clear planned goals and objectives 
exist for my job. 
Matlamat dan objektif yang jelas 
wujud dalam tugasan saya.  
     
3 I know that I have divided my time 
properly. 
Saya tahu saya telah membahagikan 
masa sebaik mungkin. 
     
4 I know what my responsibilities are. 
Saya tahu apa tanggungjawab saya. 
     
5 I know what are expected from me. 
Saya tahu apa yang diharapkan 
daripada saya. 
     
6 Explanation is clear of what need to be 
done. 
Penerangan yang jelas mengenai 
tugas yang perlu dilakukan. 
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ROLE CONFLICT: Conflicting job demands or when the individual is required to do 
things that they do not want to do and that are not part of their job. 
KEKELIRUAN PERANAN TUGAS: Kecelaruan dalam menyempurnakan sesuatu 
pekerjaan apabila seseorang ini diperlukan atau tidak diperlukan dalam 
menyempurnakan kerja. 
1 I have to do things that should be done 
differently. 
Saya perlu melakukan kerja yang 
berbeza. 
     
2 I receive an assignment without any 
guidance to complete it. 
Saya menerima tugasan tanpa tunjuk 
ajar untuk menyelesaikannya. 
     
3 I have to break the rule or policy in 
order to carry out an assignment. 
Saya perlu melanggar syarat dan 
peraturan untuk menyelesaikan 
tugasan. 
     
4 I work with two or more groups who 
operate quite differently. 
Saya bekerja berdua atau 
berkumpulan dengan cara kerja yang 
berbeza. 
     
5 I receive incompatible requests from 
more than two people. 
Saya menerima arahan yang berbeza 
daripada lebih daripada dua orang. 
     
6 When I do thing, only one person 
accept it and the others are not. 
Apabila saya melakukan tugasan, 
hanya seorang saja yang boleh 
menerimanya dan orang lain tidak 
boleh menerimanya. 
     
   
 
 
 
 
 
 
  
 
 
 
 
 
 
 
 
 
88 
 
 
         
WORK OVERLOAD: The expansion of employees rations due to understaffing and 
different task being added to the employee’s workday. 
TUGASAN YANG BERLEBIHAN: Pertambahan durasi dan bebanan kerja di 
kalangan pekerja dan kepelbagaian tugas yang ditambah dalam seharian kerja. 
1 I am responsible to accomplish too 
many tasks which affect my 
concentration and performance.  
Saya bertanggungjawab untuk 
melaksanakan tugas yang terlalu 
banyak yang akan mempengaruhi 
konsentrasi dan prestasi saya 
     
2 I would accept almost any type of 
assignment even if I feel tired in order 
to maintain any performance at higher 
level.  
Saya akan menerima hampir ke semua 
jenis tugasan walaupun saya merasa 
letih untuk mengekalkan prestasi di 
peringkat yang lebih tinggi. 
     
3 Lack of cooperation of my colleague in 
finishing many tasks affect my 
performance.  
Kurang kerjasama dari rakan sekerja 
saya dalam menyelesaikan banyak 
tugas mempengaruhi prestasi saya. 
     
4 I am involved in various 
responsibilities and hold too many 
roles. 
Saya terlibat dalam pelbagai 
tanggungjawab dan memegang banyak 
peranan. 
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TIME PRESSURE: Type of psychological stress that occurs when a person has less 
time available (real or perceived) than is necessary to complete a task or obtain a 
result.  
TEKANAN MASA: Jenis tekanan psikologi yang berlaku apabila seseorang 
mempunyai masa yang kurang (secara nyata atau tidak dinyatakan) yang diperlukan 
untuk menyelesaikan tugas atau memperoleh hasil. 
1 I often feel pressed for time.  
 Saya sering merasa tekanan terhadap 
masa.  
     
2 I always finish work late because of 
having too much to do.  
Saya selalu menyelesaikan kerja lewat 
kerana terlalu banyak yang perlu 
dilakukan. 
     
3 I always required to do fast pace of 
work.  
Saya sentiasa diperlukan untuk 
melakukan kerja pantas.  
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SECTION C: EMPLOYEE’S JOB PERFORMANCE AT LEMBAGA ZAKAT 
NEGERI KEDAH. 
BAHAGIAN C: PENCAPAIAN KERJA PEKERJA DI LEMBAGA ZAKAT NEGERI 
KEDAH. 
 
Fill in the entire box that correspond to your answers for each question, please tick 
(/) to indicate how much you agree or disagree with each of following statements. 
Isikan keseluruhan kotak untuk menyatakan jawapan anda bagi setiap soalan, tolong 
tandakan (/) untuk nyatakan berapa tahap anda setuju atau tidak setuju dengan setiap 
penyataan. 
 
 
 
 
 
 
JOB PERFORMANCE: Expectation at Lembaga Zakat Negeri Kedah in term of 
quality and quantity from each employee. 
PENCAPAIAN KERJA: Harapan Lembaga Zakat Negeri Kedah dalam sudut kualiti 
dan kuantiti dari setiap pekerja.  
1 I make some errors unintentionally 
when i am under pressure.  
Saya membuat beberapa kesalahan 
secara tidak sengaja apabila saya 
berada di bawah tekanan. 
     
2 My performance reduced because of 
lack of equitable standards in 
distributing of the tasks and 
responsibilities.  
Prestasi saya menurun kerana 
ketidakadilan piawaian dalam 
mengagihkan tugasan dan 
tangunggjawab.  
     
3 My performance has been affected by 
unclear organization’s planning and 
control efforts.  
Prestasi saya telah terjejas oleh 
usaha perancangan dan kawalan 
organisasi yang tidak jelas. 
     
4 I can always talk with someone at 
work if i have a work related problem.  
Saya selalu berinteraksi dengan 
seseorang di tempat kerja jika saya 
mempunyai masalah berkaitan 
pekerjaan. 
     
 
END OF QUESTIONNAIRE. THANK YOU 
 
 
1 
Strongly 
Disagree 
Sangat 
tidak setuju 
2 
Disagree 
Tidak 
setuju 
3 
Not sure 
Tidak pasti 
4 
Agree 
Setuju 
5 
Strongly 
Agree 
Sangat 
setuju 
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Appendix B 
 Respondents Profile 
a. Gender 
b. Age  
 
 
 
 
 
 
 
 
c. Years of Tenure 
 
 
 
 
 
 
 
 
 
 
 
gender 
 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid male 53 46.9 46.9 46.9 
female 60 53.1 53.1 100.0 
Total 113 100.0 100.0  
age 
 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid 20 years and below 4 3.5 3.5 3.5 
21-3- years old 87 77.0 77.0 80.5 
31-40 years old 16 14.2 14.2 94.7 
41-50 years old 5 4.4 4.4 99.1 
51 years old and above 1 .9 .9 100.0 
Total 113 100.0 100.0  
years of tenure 
 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid < 5 years 85 75.2 75.2 75.2 
6-10 years 15 13.3 13.3 88.5 
11-15 years 8 7.1 7.1 95.6 
16-20 years 2 1.8 1.8 97.3 
More than 20 years 3 2.7 2.7 100.0 
Total 113 100.0 100.0  
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d. Total Personal Income 
 
 
 
 
 
 
 
e. Department Working Currently 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
total personal income 
 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid RM1001-RM2000 59 52.2 52.2 52.2 
RM2001-RM3000 37 32.7 32.7 85.0 
RM3001-RM4000 8 7.1 7.1 92.0 
RM4001-RM5000 4 3.5 3.5 95.6 
RM5001-RM6000 3 2.7 2.7 98.2 
RM6001 and above 2 1.8 1.8 100.0 
Total 113 100.0 100.0  
department working currently 
 
Frequenc
y Percent 
Valid 
Percent 
Cumulative 
Percent 
Valid human resource 
management 
department 
13 11.5 11.5 11.5 
finance department 26 23.0 23.0 34.5 
Asnaf's distribution 
department 
22 19.5 19.5 54.0 
IT department 12 10.6 10.6 64.6 
corporate zakat 
management 
department 
17 15.0 15.0 79.6 
Others 23 20.4 20.4 100.0 
Total 113 100.0 100.0  
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f. Education Level 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
education level 
 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid SPM 5 4.4 4.4 4.4 
STPM 4 3.5 3.5 8.0 
CERTIFICATE 2 1.8 1.8 9.7 
DIPLOMA 43 38.1 38.1 47.8 
BACHELOR'S 
DEGREE 
58 51.3 51.3 99.1 
MASTER'S DEGREE 1 .9 .9 100.0 
Total 113 100.0 100.0  
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Appendix C  
Test of Normality 
a. Test of Normality  
 
 
 
Tests of Normality 
 
Kolmogorov-Smirnova Shapiro-Wilk 
Statistic df Sig. Statistic df Sig. 
Role 
Ambiguity 
.288 113 .000 .817 113 .000 
Role 
Conflict 
.094 113 .015 .975 113 .030 
Work 
Overload 
.181 113 .000 .924 113 .000 
Time 
Pressure 
.190 113 .000 .942 113 .000 
Job 
Performance 
.125 113 .000 .970 113 .012 
a. Lilliefors Significance Correction 
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Appendix D  
 Result of Descriptive Statistics 
 
a. Descriptive Statistics 
 
 
 
 
 
 
 
 
b. Descriptive Statistic of Job Performance 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 N Mean Std. Deviation 
Role Ambiguity 113 2.9307 .84331 
Role conflict 113 3.3761 .74128 
Work Overload 113 3.5752 .84376 
Time Pressure 113 3.5162 .86487 
Job Performance 113 3.5664 .76839 
Valid N (listwise) 113   
 
N Mean Std. Deviation 
I make some errors 
unintentionally when I am under 
pressure. 
113 3.6637 .89253 
My performance reduced 
because of lack of equitable 
standards in distributing of the 
tasks and responsibilities. 
113 3.2743 1.13584 
My performance has been 
affected by unclear 
organizations planning and 
control efforts. 
113 3.3628 1.11052 
I can always talk with someone 
at work if I have a work-related 
problem. 
113 3.9646 .66721 
Valid N (listwise) 113   
98 
 
c. Descriptive Statistic of Role Ambiguity  
 
 
 
d. Descriptive Statistics of Role Conflict 
 
 
N Mean Std. Deviation 
I have to do things that should be 
done differently. 
113 4.0973 .71918 
I receive an assignment without any 
guidance to complete it. 
113 3.4336 1.06801 
I have to break the rule or policy in 
order to carry out an assignment. 
113 2.8761 1.31021 
I work with two or more groups who 
operate quite differently. 
113 3.6549 .89413 
I receive incompatible requests from 
more than two people. 
113 3.4336 1.06801 
When I do thing, only one person 
accept it and the others are not. 
113 2.7611 1.18227 
Valid N (listwise) 113   
 
 
 
 
 
 
 
 
 N Mean Std. Deviation 
I feel secure about how much 
authority I have. 
113 2.5398 .80218 
Clear planned goals and objectives 
exist for my job. 
113 2.9469 1.03372 
I know that I have divided my time 
properly. 
113 3.1062 .93887 
I know what my responsibilities are. 
113 3.0973 1.10166 
I know what are expected from me. 
113 2.9292 1.06668 
Explanation is clear of what need to 
be done. 
113 2.9646 1.06845 
Valid N (listwise) 113   
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e. Descriptive Statistic of Work Overload 
 
 
f.  Descriptive Statistic of Time Pressure 
 
 
N Mean Std. Deviation 
I often feel pressed for time. 113 3.3097 1.14236 
I always finish work late because of 
having too much to do. 113 3.3540 1.15666 
 I always required to do fast pace of 
work. 
113 3.8850 .72890 
Valid N (listwise) 113   
 
 
 
 
 
 
 
 
 N Mean Std. Deviation 
I am responsible to accomplish too 
many tasks which affect my 
concentration and performance. 
113 3.5221 1.00975 
I would accept almost any type of 
assignment even if I feel tired in 
order to maintain any performance at 
higher level. 
113 3.7257 .92821 
Lack of cooperation of my colleague 
in finishing many tasks affect my 
performance. 
113 3.4425 1.18727 
I am involved in various 
responsibilities and hold too many 
roles. 
113 3.6106 .96763 
Valid N (listwise) 113   
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Appendix E  
Result of Reliability Test 
 
a. Reliability Test for Job Performance 
 
Case Processing Summary 
 N % 
Cases Valid 113 100.0 
Excludeda 0 .0 
Total 113 100.0 
a. Listwise deletion based on all variables in the 
procedure. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Reliability Statistics 
Cronbach's 
Alpha N of Items 
.802 4 
Item-Total Statistics 
 
Scale Mean if 
Item Deleted 
Scale 
Variance if 
Item Deleted 
Corrected 
Item-Total 
Correlation 
Cronbach's 
Alpha if Item 
Deleted 
I make some errors 
unintentionally when i 
am under pressure. 
10.6018 5.724 .685 .722 
My performance 
reduced because of lack 
of equitable standards in 
distributing of the tasks 
and responsibilities. 
10.9912 4.402 .788 .657 
My performance has 
been affected by 
unclear organizations 
planning and control 
efforts 
10.9027 4.642 .746 .682 
I can always talk with 
someone at work if i 
have a work-related 
problem. 
10.3009 7.891 .296 .869 
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b. Reliability Test for Role Ambiguity 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Case Processing Summary 
 N % 
Cases Valid 113 100.0 
Excludeda 0 .0 
Total 113 100.0 
a. Listwise deletion based on all variables in 
the 
procedure. 
Reliability Statistics 
Cronbach's 
Alpha N of Items 
.915 6 
 
Item-Total Statistics 
 
Scale Mean if 
Item Deleted 
Scale 
Variance if 
Item Deleted 
Corrected 
Item-Total 
Correlation 
Cronbach's 
Alpha if Item 
Deleted 
I feel secure about how 
much authority I have. 
15.0442 21.507 .464 .934 
Clear planned goals and 
objectives exist for my job. 
14.6372 17.251 .848 .886 
I know that I have divided 
my time properly. 
14.4779 18.841 .721 .905 
I know what my 
responsibilities are. 
14.4867 16.591 .869 .883 
I know what are expected 
from me. 
14.6549 16.924 .859 .884 
Explanation is clear of what 
need to be done. 
14.6195 17.381 .795 .894 
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c. Reliability Test for Role Conflict 
 
 
 
 
 
 
 
 
 
 
 
 
 
Case Processing Summary 
 N % 
Cases Valid 113 100.0 
Excludeda 0 .0 
Total 113 100.0 
a. Listwise deletion based on all variables in the 
procedure. 
Reliability Statistics 
Cronbach's 
Alpha N of Items 
.793 6 
Item-Total Statistics 
 
Scale Mean if 
Item Deleted 
Scale Variance 
if Item Deleted 
Corrected 
Item-Total 
Correlation 
Cronbach's 
Alpha if Item 
Deleted 
I have to do things that should 
be done differently. 
16.1593 16.939 .393 .793 
I receive an assignment 
without any guidance to 
complete it. 
16.8230 13.379 .673 .729 
I have to break the rule or 
policy in order to carry out an 
assignment. 
17.3805 12.863 .554 .765 
I work with two or more 
groups who operate quite 
differently. 
16.6018 15.152 .550 .762 
I receive incompatible 
requests from more than two 
people. 
16.8230 13.379 .673 .729 
When i do thing, only one 
person accept it and the 
others are not. 
17.4956 14.127 .479 .780 
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d. Reliability Test for Work Overload 
 
 
 
 
 
 
 
 
 
 
 
 
Case Processing Summary 
 N % 
Cases Valid 113 100.0 
Excludeda 0 .0 
Total 113 100.0 
a. Listwise deletion based on all variables in the 
procedure. 
Reliability Statistics 
Cronbach's 
Alpha N of Items 
.839 4 
Item-Total Statistics 
 
Scale Mean if 
Item Deleted 
Scale Variance 
if Item Deleted 
Corrected Item-
Total 
Correlation 
Cronbach's 
Alpha if Item 
Deleted 
I am responsible to 
accomplish too many tasks 
which affect my 
concentration and 
performance. 
10.7788 6.960 .640 .809 
I would accept almost any 
type of assignment even if I 
feel tired in order to maintain 
any performance at higher 
level. 
10.5752 7.139 .683 .793 
Lack of cooperation of my 
colleague in finishing many 
tasks affect my performance. 
10.8584 5.944 .697 .789 
I am involved in various 
responsibilities and hold too 
many roles. 
10.6903 6.966 .683 .791 
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e. Reliability Test for Time Pressure 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Case Processing Summary 
 N % 
Cases Valid 113 100.0 
Excludeda 0 .0 
Total 113 100.0 
a. Listwise deletion based on all variables in the 
procedure. 
Reliability Statistics 
Cronbach's 
Alpha N of Items 
.793 3 
Item-Total Statistics 
 
Scale Mean if 
Item Deleted 
Scale 
Variance if 
Item Deleted 
Corrected 
Item-Total 
Correlation 
Cronbach's 
Alpha if Item 
Deleted 
I often feel pressed for time. 7.2389 2.683 .733 .607 
I always finish work late 
because of having too much to 
do. 
7.1947 2.587 .755 .580 
I always required to do fast 
pace of work. 6.6637 4.636 .499 .860 
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Appendix F 
 Result of Pearson Correlation 
 
Correlations 
 
Role 
Ambiguity 
Role 
Conflict 
Work 
Overload 
Time 
Pressure 
Job 
Performance 
Role Ambiguity Pearson 
Correlation 
1 -.455** -.365** -.493** -.382** 
Sig. (2-tailed)  .000 .000 .000 .000 
N 113 113 113 113 113 
Role Conflict Pearson 
Correlation 
-.455** 1 .663** .719** .662** 
Sig. (2-tailed) .000  .000 .000 .000 
N 113 113 113 113 113 
Work Overload Pearson 
Correlation 
-.365** .663** 1 .679** .683** 
Sig. (2-tailed) .000 .000  .000 .000 
N 113 113 113 113 113 
Time Pressure Pearson 
Correlation 
-.493** .719** .679** 1 .710** 
Sig. (2-tailed) .000 .000 .000  .000 
N 113 113 113 113 113 
Job 
Performance 
Pearson 
Correlation 
-.382** .662** .683** .710** 1 
Sig. (2-tailed) .000 .000 .000 .000  
N 113 113 113 113 113 
**. Correlation is significant at the 0.01 level (2-tailed). 
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Appendix G 
Result of Multiple Regression 
 
 
 
 
 
 
 
 
Model Summary 
Model R R Square 
Adjusted R 
Square 
Std. Error of the 
Estimate 
1 .772a .597 .582 .49699 
a. Predictors: (Constant), Time Pressure, Role Ambiguity, Work 
Overload, Role conflict 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Variables Entered/Removeda 
Model Variables Entered Variables Removed Method 
1 Time Pressure, 
Role Ambiguity, 
Work Overload, 
Role Conflict 
. Enter 
a. Dependent Variable: Job Performance 
b. All requested variables entered. 
ANOVAa 
Model 
Sum of 
Squares df 
Mean 
Square F Sig. 
1 Regressio
n 
39.452 4 9.863 39.931 .000b 
Residual 26.676 108 .247   
Total 66.127 112    
a. Dependent Variable: Job Performance 
b. Predictors: (Constant), Time Pressure, Role Ambiguity, Work Overload, 
Role Conflict 
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Coefficientsa 
Model 
Unstandardized Coefficients 
Standardized 
Coefficients 
t Sig. B Std. Error Beta 
1 (Constant) .761 .394  1.930 .056 
Role Ambiguity -.003 .065 -.003 -.047 .963 
Role Conflict .210 .098 .203 2.140 .035 
Work Overload .278 .081 .305 3.440 .001 
Time Pressure .316 .088 .356 3.606 .000 
a. Dependent Variable: Job Performance 
 
 
 
 
 
